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Abstract: Recently, an increasing number of retired individuals decide to return to work and seek for 
post-retirement employment. Although research has already focused on individual and 
organizational based factors in retirement and post-retirement, the works are limited in some 
observable settings and well-known professions. The purpose of this study is to delve into the reasons 
for retirement and post-retirement employment and describe how human capital and social capital 
takes role in post-retirement employment. A qualitative approach was used with a descriptive 
phenomenological research design. Ten volunteer military retirees constitute the participants; in-
depth semi-structured interviews were conducted for data collection. Findings indicate that social 
and human capital heavily affect the retirement process, and trigger the return to work. The higher 
the hierarchy of the military staff, the more the social factors are motivating them to post-retirement 
employment, contrarily. For lower hierarchy, financial issues are more dominant for returning to 
work. Additionally, the effect of social capital on the post-retirement employment varies according 
to individual differences such as dependents, beliefs, and passions. The study contributes to 
theoretical discussions related to retirement and post-retirement employment reasons that can be 
linked to existing explanations. 
Keywords: reasons for retirement; reasons for post-retirement employment; human capital; social 
capital; Turkish military retirees.  
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1. Introduction 
Statistics confirm that life expectancy at birth is rising all over the world (Organization for 
Economic Co-operation and Development, [OECD], 2018). Due to improved living conditions, good 
sanitation, having better education and advancements in the health industry, people are living longer 
(OECD, 2018). Naturally, the longer life leads individuals to think and to plan how to satisfy their and 
their dependents’ needs. To fulfill ever-ending needs, individuals feel the necessity of being actively 
involved in work-life after retirement due to a decrease in; income level, power of purchase, number 
of resources and financial security in retirement (Yeung & Zhou, 2017). Related works also mention 
the sustainability of needs and the necessity of satisfying such needs (Ogums, 2010; Seyfarth, 2009). 
Yet, regardless of the hierarchy of human needs, individuals may use different attributions and 
different reasons for post-retirement employment which may later turn to be effective in the process. 
Besides, different career tracks may offer various opportunities for older workers to continue in 
retirement jobs and/or to find satisfactory bridge employment (Feldman, 1994). Although some studies 
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focused on the retirement and post-retirement employment (Fasbender et al., 2016; Beehr & Bennett, 
2015; Topa et al., 2009; Gobeski & Beehr, 2009), explaining factors for some particular sectors and 
contexts is still necessary to support the transition process. 
Retirement and post-retirement employment is investigated from a variety of perspectives such 
as; psychological well-being (Yeung & Zhou, 2017), facilitating factors in post-retirement (Wöhrmann 
et al., 2014), impact of culture near retirement (Cottier, 2018), antecedents and consequences of 
retirement planning and decision-making (Topa et al., 2009), as well as reasons for retirement 
(Gonzales, 2013). The works commonly mention that individuals may choose to keep on their careers 
after retirement due to some psychological and sociological reasons. To reveal reasons for retirement 
and post-retirement employment, also sometimes called bridge employment is still an attractive topic 
for investigation across different sectors and cultures since the area is nascent and limited in scope for 
Turkish Military Staff. In the military context, promoting a positive transition and adaptation to 
retirement may become significant for public health policies. A common transition state that military 
members usually encountered is returning to civilian employment (Williams, Allen-Collinson, Hokey, 
& Evens, 2018). According to Baruch and Quick (2009) veterans feel psychologically underprepared to 
manage the transition to civilian employment. Williams et al. (2018) also state that military veterans 
mainly experience difficulties in terms of reconciliation between pre-retirement and civil identities.   
Research conducted on the military sector usually focuses on retirement satisfaction and 
adjustment career adaptability (Ebberwin, Krieshok, Ulven, & Prosser, 2004; Spiegel & Shultz, 2003). 
Limited works, no one from the same contexts, combines reasons for retirement, post-employment, 
and role of social and human capital on this process. Although studies are focusing on the post-
retirement in the military, the role of human and social capital effects are not determined qualitatively 
across the different case of military staff who possess different hierarchal status. Therefore, this study 
proposes to reveal reasons for retiring, reasons for returning to work (post-retirement employment), 
and how human and social capitals are effective in post-retirement employment for military staff. 
Specifically, examining how retirement is attributed to some reasons, exploring major driving forces 
for post-employment, and the impact of social and human capital in this process can contribute to the 
field since no work up to now employ all these concepts for a case of Turkish military veterans.   
2. Literature Review 
2.1. Reasons for retiring 
Retirement is traditionally defined as withdrawal from business or occupation (Atchley, 1982), a 
steep reduction or cessation of active-working life (Maestas, 2010), or as a recent definition, it is an 
evolving concept of a social contract (Gonzales, 2013). Individual and organizational motivators are 
influential in retirement (Gallagher, 2006). Reaching retirement age and being able to receive social 
security benefits; need to spend quality and more time with the family; fatigue or burn out; wish to 
change the career, and health issues can be considered as some of the personal motivators. Also, being 
tired of the work environment; having problems with co-workers; lack of challenge and stressful 
working conditions can be categorized under the organizational motivators (Neal, 2015; Gallagher, 
2006; Venneberg, 2005; Matour & Prout, 2007). Similarly, Wang and Shultz (2010) pointed out the 
reasons for retirement and their effect on the whole retirement process. Such reasons can be 
categorized as individual attributes (demographic characteristics, needs, and values, personality, 
knowledge, skills, and abilities, attitudes toward retirement, health, and financial circumstances); as 
job and organizational factors (employment history, job characteristics, job attitudes, career 
attachment, age stereotypes at work, flexible job options, financial incentives); family factors (family 
support, marital and dependent care status, marital quality, spouse's working status); and lastly as 
socio-economic factors, social norms, current economic conditions, future economic trends, social 
security system and government policies and programs. These factors are all determined as 
antecedents of the retirement process.  
Retirement can also be considered as a transition to a new life stage or kind of a tool that enables 
the second career. Therefore, retirement should not only be considered as an end, since its ending role 
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has been gradually transforming to the proceeding one. Consideration of retirement as a life stage may 
not only provide a different perspective in terms of its sociological aspect, but also biological life-stages 
of an individual may be complemented (Luke et al., 2016). 
 
2.2. Post-retirement employment  
Retirement process does not only include the retirement decision and planning but also it covers 
post-retirement employment activities (Wang & Shultz, 2010; Shultz & Henkens, 2010).Wöhrmann et 
al. (2013) state that retired individuals may decide to continue their work activities due to many 
complex factors. For instance, according to Oleksiyenko and Zyczynska-Ciolek (2018), post-retirement 
employment can both be defined as entering a new job after a planned break and an unplanned return 
to the labor force due to failure in maintaining a satisfactory living standard. According to Seyfarth 
(2009) and Wöhrmann et al. (2016) desire to remain mentally active; to stay productive; to learn new 
things; to mentor others and to create social networks are some of the reasons for return to work. 
Having a working spouse, missing work socially and mentally, an identity that is tied to still working 
and wish to stay engaged can be considered as other reasons (Ogums, 2010; Venneberg, 2005). 
Although certain conceptual debates (Oleksiyenko and Zyczynska-Ciolek, 2018) and controversial 
ideas exists, such as stating post-retirement employment decision is not related to a sudden reaction 
towards financial and personal shocks (Wöhrmann et al., 2013), literature regarding return to work 
after retirement is still growing.  
 
2.3. Human capital, social capital, and post-retirement employment 
Capital can be classified as material and physical (Bourdieu, 1985). Coleman (1990) pointed out 
the fundamental and distinctive features of physical, human, and social capital. He proposed that 
physical and human capital can be observed more easily compared to social capital (Coleman, 1990). 
In terms of returning to work, human and social capitals are considered vital (Gonzalez, 2013; Platts, 
et al., 2017). Human capital is described as the knowledge, skills, competencies, and attributes formed 
in individuals that enable the formation of personal, social, and economic well-being. Daily performed 
duties and tasks can be regarded as experiences that contribute to human capital. It can also be defined 
as intellectual property which belongs to an individual and cannot be transferred or exchanged 
(Moffat, 2017; Kuehn, 2018). In light of the aforementioned definitions, we operationalize the concept 
of human capital as an individual property that helps to post-retirement employment.  
Social capital, on the other hand, is considered as an important and viable asset for the individuals 
(Inkpen & Tsang, 2005). It can be described as the accumulation of tangible and intangible resources 
that are collected through social exchanges (Lee, 2009; Gargiulo & Benassi, 2000). Discussions on social 
capital show that there are three elements as; bonds which refer to our close relationships such as 
family members, close-knit friends, and people who mostly share our values and backgrounds; bridges 
that point to distant friends, workmates, and associates; and linkages that are networks of connections 
that individuals may have within society. Thus, social capital may be considered as overall tangible 
and intangible resources that are gained through social networks (Gargiulo & Benassi, 2000). It is 
undeniable that all three have a great effect on people or a group while getting a new position in the 
society and deciding about other important issues (e.g. spouse, children, friends, employers, co-
workers, and so forth). According to Gonzales and Nowell (2016), individuals generally use strong 
and weak ties to find out employment opportunities. Therefore, social capital that is either gained 
through strong or weak ties may be seen as crucial in terms of post-retirement employment.  
3. Theoretical Framework 
Although a variety of theories (e.g., role theory, life-course perspective, rational choice theory) 
provide explanations concerning why and how people decide to return to work, in this article, 
conceptual discussions are restricted to three fundamental theories; attribution theory, continuity 
theory, and human motivation theory, since they support the theoretical background more elaborately. 
Human motivation theory and attribution theory help to understand the motivational and behavioral 
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sides. For completing two theories, continuity theory may also shed light on the retirement process as 
linking post-retirement employment. Attribution theory enables us to explain the world and 
understand the cause of an event or behavior (Neal, 2015). Accordingly, the shape of behavior 
generally rests on past experiences. From the retirement point of view, Wang and Shi (2014) stated that 
the individual’s retirement and return to work processes can highly be effected by the accumulation 
of overall attributes and life experiences. Our study focuses on attribution for exploring why 
individuals retire and why they choose to return to work.  
According to Maslow (1943), the never-ending needs of human are organized based on their 
priorities. Divided into five steps, the needs commence with physiological – biological needs such as 
food, water, air, sleep, etc. all provide necessity chemicals for the human body. Without gratifying 
them, one never thinks of any other needs. Latham and Pinder (2004) pointed out the interest related 
to Maslow’s theory from a variety of perspectives. The deprivation of physiological needs such as 
hungry and thirsty are not included in the research points of this study because, in theory, we consider 
that all retirees have already satisfied such basic needs by taking any amount of pension after 
retirement. The second step is the safety need. Surroundings in peace and calm provide stability for 
people and they don’t want to change their environment (Latham and Pinder, 2004). Confronting with 
unstable, strange, unfamiliar, dangerous, and uncontrollable situations might be disruptive. Long 
tenure in the organization might have been set up safety, stable, familiar surroundings for him/her. 
Wish to maintain a social network, fear of unfamiliar status (retirement process), even having pension 
lower than working times, etc. cause him/her to feel unsafe and motivate towards the more familiar 
area. From the perspective of a retiree, who returns to work after retirement, continue to work may 
primarily just cause such above-mentioned safety reasons (Lim and Feldman, 2003) . 
The love needs as the third factor, represents such factors as belonging to society, being a member 
of any social group, having friends, children, and spouse (Maslow, 1943). After retirement, a retiree 
may feel entirely isolated, separated, left alone and search for sustaining a good relationship and 
finally may return to work again. It may play a crucial role and be one of the causes to be in the 
workplace again. Combining with the safety ones, the love needs especially having a social network 
can be the main drivers affecting return to work. The esteem need is the fourth element in the 
hierarchical structure. Retirement might be seen by employees as losing prestige and self-esteem. 
Cease to work may be equal to the loss being useful to the organization and indirectly to society. 
Society is regarded as an approval factor for them about usefulness that may reduce the level of respect 
to retirees (Venneberg, 2005; Seyfarth, 2009). Finally, disturbing circumstances develop them and urge 
them to take necessary steps on taking a job, returning to work or being unretired. Maslow's final and 
upper step is the self-actualization. During active life in the workplace, one may not be reached to the 
pinnacle of the career ladder. Although for an individual it may take many years, achieving self-
actualization may provide social connections and relationships (Yeung and Zhou, 2017) 
Reasons for retirement and post-employment are also linked to continuity theory, which is based 
on the principle that middle-aged and older adults tend to preserve their internal and external 
structures while making choices about themselves and their environment. They prefer to shape 
themselves and their social environment by using their past life experiences. Continuity is formed by 
combining change with the past. The meaning of continuity is not to remain unchanged, rather it is 
prone to changing and re-shape the individual life pattern along with past life experiences (Atchley, 
1989). Thus, continuity is a preferred strategy for dealing with aging for a wide variety of reasons. The 
continuity theory suggests that individuals who have been deeply involved in their work will keep 
maintaining their daily pursuits by participating in activities which they value highly. The work 
environment constitutes a possible path to maintain daily pursuits and engage in social interaction 
with co-workers, seniors, and more business contacts. Newly formed social networks may alleviate 
the future predicaments brought by retirement and motivate individuals to continue at work rather 
than retiring. Retirement with bridge employment can be referred to as an opportunity to sustain social 
networks and familiarities after full-time employment (Von Bonsdorff et al., 2009). On the other hand, 
it is important to note that continuity theory does not prevent the uncertainty, stress, anxious brought 
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by retirement. Instead, maintaining continuity critical for retirees to sustain psychological well-being. 
Further, retirement should be seen as a new life-style similar to other life stages, not stress creating 
factor (Wang, 2007). In the meantime, alleviating an unknown retirement process is possible with 
continuity and possibly with bridge employment. At this point, Kim and Feldman (2000) state that 
individuals with a high level of human capital are more prone to use the continuity concept in the 
post-retirement employment process. 
To sum up, post-retirement employment is emerging and expanding as an important issue 
(Fasbender et al., 2013). Most individuals choose to work even after retirement or later in their life span 
(Maestas, 2010). The literature related to post-retirement is also thriving and tackled from many 
different perspectives. In this study, we will delve into the details of military participants' responses 
to explore and describe the reasons for retiring and returning to work for the military sector, in Turkey 
which is mainly overlooked. Specifically, the study seeks answers to the following research questions 
as 1) what are the reasons for retirement and post-employment for a case of Turkish military veterans 
in? And 2) how do social and human capital factors affect Turkish military veterans to come back to 
the workplace after retirement? 
4. Methodology  
This study utilizes an interpretive methodology with a qualitative approach. The specific method 
used in this study is descriptive phenomenological research design. According to Giorgi (as cited in 
Stones, 1988), the operative word in phenomenological research is “describe”; so researchers aim to 
describe the phenomenon as accurately as possible, refraining from any pre-given framework, but 
remaining true to the facts. 
4.1. Participants 
Since the study proposes to reveal reasons for retirement and post-retirement employment of 
military veterans, they were selected based on a purposive sampling technique. Based on two criteria 
for the participants were selected; first, participants were expected to be retired from the military sector 
entitled to have a governmental pension, second, all participants should return to work after 
retirement and receive a salary or earn income at their present job. All participants were a volunteer. 
There is a hierarchical structure in the military; there are officers (O), non-commissioned officer 
(NC), specialist sergeants (S), and enlisted personal. Officers are at the top position of hierarchy and 
generally do managerial works in the military. Their education levels are equal to graduate or 
university degree (tertiary degree or more). Non-commissioned officers are generally at the middle-
level managerial status and some of them have a technical position (some of them are educated on 
Vocational Military High School). Their education levels are equal to the college level. Specialist 
sergeants are at the bottom of the managerial tier and chosen among high school graduates willingly 
to enter the military job. After a short training duration, they are assigned as a specialist in the military. 
Whatever their education level, they can go further for education and improve their knowledge while 
working in the military. So, definitions that are mentioned above are just some requirements about the 
education level of the participants. Table 1 provides some demographic information about the 
participants. 
The selected ten military veterans had just been retired from military and given honorable service 
in Armed Forces. They had experienced retirement for a while and then returned to work for some 
reason. The majority of participants in this study were not acquainted with the researchers. One of the 
researchers is military staff and his close friend suggested researchers to these participants.  On the 
first contact with potential participants, the researcher talked about the purpose of the research and 
informed them about contest and anonymity. Then asked whether they were interested in contributing 
to or not. 
Journal of Research in Emerging Markets, 2020, 2(1). 67 
 
Table 1. Demographic Information about Participants 
P P1 P2 P3 P4 P5 P6 P7 P8 P9 P10 
Hierarchy NC S NC NC O S O NC S O 
Gender Male Male Male Male Male Male Male Male Male Male 
Age 47 51 44 45 57 48 54 57 49 53 
Years at 
work 
25 21 24 25 20 25 29 23 21 29 
Education 
Level 
BS HS BS BS MS BS BS BS HS MS 
Income in 
Military 
≈1200$ ≈900$ ≈1200$ ≈1200$ ≈1800$ ≈900$ ≈1800$ ≈1200$ ≈900$ ≈1800$ 
Retirement 
Salary 
≈700$ ≈500$ ≈700$ ≈700$ ≈1200$ ≈500$ ≈1200$ ≈700$ ≈500$ ≈1200$ 
Marital 
Status 
M M M M M M M M M M 
Working 
Spouse 
NW NW NW NW NW NW NW W NW R 
Number of 
Children 
0 3 3 5 1 2 3 2 2 2 
Note: P: Participants; HS: High School; BS :Bachelor of Science; MS: Master of Science, M: Married; 
≈: Approximately NW: Not working; W: Working; R: Retired. 
4.2. Study context 
Before the year 1999, it was mandatory to serve 25-years to be retired in Turkey. From 1979 to 
1999, retirement age increased from 44 to 60 based on the regulation of the social security institute. 
Then, with regulations in 2008, the retirement age would remain the same, 60, till 2035. After that, it 
would gradually increase to 65 for both males and females in 2044. Such regulations are not surprising 
due to the continuing trend in longer life expectancy. In line with the increase in the average life 
expectancy of OECD member countries, Turkish people's life expectancy has also increased from 73.7 
ages to 78 in 2007 (OECD; 2016). In the study context, the years of working for retirement may change 
across the fields, for example; for military staff, the retirement age is 56, while for academicians it is 67 
in state higher education institutions (Pension Fund Law of the Republic of Turkey, Issue: 7235). Based 
on given law and regulations, the age of retirement varies for different sectors. After a certain working 
time, in all sectors, individuals stop working and they deserve to receive an amount of pension. 
However, retirement for civilians has some differences when compared to the retirement of 
individuals in the military.  
In the civilian workforce, retirement usually occurs around 60 years of age after working for an 
organization for 30 years or more. However, in the military, most service members retire before the 
age of 50 after working a minimum of 20 years. The term “early retirement” in the civil sector is regular 
retirement in the military (Hunt, 2007). In the study context, retirement age also has been changed and 
gradually increased to a point according to serving time for each individual in the year 1999. Formerly, 
it was possible to retire after serving 20-year. This means that military retirees could find any other job 
and enter the workforce again at middle-age. However, 20-year of serving is not enough to retire with 
pension today even though the time-span gives certain privileges without pension. If anyone wants to 
continue to work out of the military, he/she should quit the career job and enter the civilian workforce 
again without a pension. The concept of retirement and post-retirement process in the military sector 
needs more elaborations in the study context because of the potential to shed light on reasons beyond 
the decisions. 
Furthermore, as one of the researchers is from the military sector, his own experiences direct us 
to explore the reasons and attributions of military staff too. Hunt (2007) stated that in qualitative 
studies, the researcher is the prime instrument for data collection. Consequently, “the researcher’s 
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perspective and experiences as affected by the research settings become itself as important to the 
research as the subjects and conditions understudy" (p.40).  
4.3. Data collection; interviews 
Interviews were conducted with participants who consent to share their views. The date and time 
for the interviews were agreed upon consensus. Semi-structured interviews were conducted. Each 
interview session lasted around twenty-thirty minutes. Using probe questions during interviews 
enabled to fully understand the reasons for retirement and returning to work. The interview questions 
were constructed based on the purpose of the study, experiences of the researchers, and related 
literature. For face and content validity, two experts from the field examined the interview questions. 
And based on the comments the questions are revised. The interview sessions were all tape-recorded. 
Participants were probed to make more explanations for elaborating their answers and asked to justify 
their responses to clarify any ambiguity. The interviews also helped researchers to understand the 
exact meanings under their phrases to explore their lines of thinking. All interviews were conducted 
in the native language to avoid losing or escaping any crucial details. 
4.4. Data analysis 
Data obtained from the interviews were transcribed verbatim. All interviews and transcripts were 
uploaded to a qualitative data analysis program called Nvivo Plus 11 Trial-Version. Qualitative data 
analysis was employed for the transcribed data and the researchers used a descriptive content analysis 
technique (Fraenkel, Wallen, & Hyun, 2012). Participants’ responses were categorized based on the 
coding of investigated concepts. The main categories were created based on the research questions; 
many themes have emerged from the responses. These themes were categorized below the “reasons 
for retiring” “reasons for returning work”, and “the impact of social and human capital”. While 
organizing findings, first-order interpretations were provided as excerpts, second-order 
interpretations were given as what the pure data implies for researchers (themes and categories), and 
also, third-order interpretations were provided to link the concepts to the literature and theories as 
suggested by Neuman (2014). 
4.5. Reliability 
Interviews took place mostly like a mutual conversation to create a confidential environment 
among researchers and participants. The interview questions were asked respectively, but in the case 
of needs, some of them were skipped according to the course of the interview. When necessary, some 
probe questions were directed to participants for digging the conversation to get more details. To 
establish inter-rater agreement or reliability of coding, three researchers analyzed the data 
independently, compared their generated codes and reexamined the data to resolve the discrepancies 
and then reach consensus. Confidentiality of the study was explained to participants before each 
interview session so that they could feel relax and comfort. So, they could provide details of their 
experiences, feelings, emotions, and even private lives. This enabled the researcher to get more 
valuable information about them. Their answers are assumed to be sincere and accurate. Since the 
researcher is a military person and has some common experiences, he was able to delve into details 
when necessary. For translations of words from native language to English is also checked by all 
researchers for consensus.  
4.6. Ethical issues of the study 
All the interviews were conducted with the consent form and related permissions from the 
Institutional Review Board (IRB) were taken for data collection. All participants voluntarily 
participated in the study through a written consent form. During the interviews, the participants are 
informed to be able to quit from the talk whenever they want, or if they want to skip a question. 
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Through this, issues regarding ethics in research, such as protection of the participants from harm, and 
confidentiality were assured as suggested by Neuman (2014). 
5. Findings  
The findings are organized based on the categories concerning; reasons for retiring from a career 
job, reasons for returning to work after retirement, and the role of social and human capital in post-
retirement employment. Below each category, the related themes are provided. 
5.1. Reasons for retiring from a career job 
Reasons for retiring from a career job may generally be based on a variety of factors. In terms of 
our study, some of the participants stated that their retirement was forced, and some stated they were 
voluntarily retired. Table 2 indicates the common reasons for retiring. 
Table 2: Reasons for Retiring 
Category Themes 
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Note: P: Participants, grey highlighted participants attribute retirement as being forced, the rest as a volunteer. 
As seen from Table 2, all specialist sergeants (S) attributed that they were forced to retire, and 
they all stated it was a law obligation. Additionally, they stated that they would work more if the 
system lets them do. All non-commissioned officers (NC) stated they were volunteered for retirement. 
Their reasons are about family dependents, desire for new social environment and experiences, the 
stress in career and the option of finding a similar job in the civilian environment because of their 
capabilities. For officers (O) being forced or volunteered was different. The reason for the forced one 
was law obligation. He stated that “I want to work more, but, the government made some regulation 
on retirement law. It is reduced from 32 years to 28”. For one of the officers (O) who was volunteered 
to be retired, the reasons were being tired and need for sharing more time with family. Other officers 
stressed no options for self-improvement as the reason for retirement, despite stating to be forced for 
retirement. For the other one, law obligation was the cause of retirement.  
When comparing the reasons of our participants with the reported reasons in the literature, we 
noticed that tiredness/burned-out/stress in a career job, desire to spend more time with family, wish 
to change career paths, seeking for a new environment were the same. Whereas the themes: retirement 
law and availability of the same job in the civil sector were specific to this context. Compared to other 
groups, NCO more focused on financial reasons as a cause of retirement. 
About half of ten participants indicated they were obliged to retire due to a variety of reasons 
while the other half said that their retirements were planned and they retired voluntarily. Also, most 
mentioned reasons for retirement were; a stressful environment in the military and financial 
advantages in another career. All participants experienced their retirement differently. When asked 
what they did in the ‘honeymoon stage’ their responses were related to how they retire from a career 
job. If they were forced to retire, and soon after retirement, P2, P6, and P9 struggled to enter any job to 
earn income and make ends needs, financial problems. They attributed their careers as bad experiences 
that reflect how they felt, lived, and even anger. Two participants (P4 and P8) mentioned financial 
problems as reasons for retiring. They were confident that their income would not drop at a lower 
level than the salary brought by a career job. They were able to compare their prospective and career 
job in terms of financial issues, and thus they were motivated to retire. At the same time, if retired; 
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they would do the same job in the civil sector. If retirement was not an obligation caused by the law, 
mostly they thought not to experience any financial difficulties after retirement (P1, P7). Retirement 
for them was an event which should occur in regular when its time comes.  
5.2. Reasons for returning to work after retirement 
Table 3 indicates the major themes mentioned as impacting on returning to work. As seen, two 
major issues; financial and social reasons are very powerful in the post-retirement employment of the 
participants. The reasons for returning to work are in line with the literature; learn new things/pursue 
own desires, needing extra income/not ready for retirement, desire to interact with society, etc. 
However, one finding was different; the desire to belong to society/workplace/ a job to go was 
mentioned by one NCO. That reason is not about financial issues, it is rather concerning participants' 
motivation to belong to a society, network, and to produce more to the sustainability of society by 
employment. 
Table 3. Reasons for post-retirement employment 
Emerging themes for 
post-retirement employment 
P1  
NC 
P2  
S  
P3  
NC 
P4  
NC  
P5  
O  
P6  
S 
P7  
O  
P8  
NC 
P9  
S  
P10  
O  
Financial Reasons                
a. Having any income/earn money  √    √    √   √  
b. Having better income/improve the 
monetary status 
   √    √  √ 
Social Reasons            
a.Desire to belong a place or society / 
have a job to go  
   √ √  √    
b. Wish to form social relations/social 
network  
  √     √   
c. Wish to be productive / learn new 
things / useful to society 
√          
 
As apparent from Table 3, all specialists (S) motivation to return to work is about having any 
money, whereas, for NCs, better income is more mentioned. Officers less stress financial issues as a 
reason for returning work. This is possible because of their retirement pensions and higher salaries 
while working in the military. One interesting finding is that none of the specialists mentions social 
issues as a reason for returning to work. This may be attributed to hierarch of needs, without feeling 
safe with the necessary money, the participants do not consider social issues for returning work. Social 
desires are perceived to be more about self-actualization. Participants (P1, P7, P8) who did not 
experience financial predicaments demonstrated social reasons for retiring such as seeking a new 
environment, new social networks, desire to self-improvement, and be useful to society more. Social 
reasons for them dominated financial reasons or push beyond to second place in reasons list.  
5.3. Role of human and social capital in post-retirement employment 
For specialists, the only human capital is their experiences gained in the military sector. They 
don't have the social capital to support their post-retirement too. As shown in Table 4, post-retirement 
employment was unplanned for them and their present works are less prestigious jobs when 
compared to others. One may attribute it to their human capital since according to Vermeer et al. 
(2016:161), lower educated individuals "do not have access to a large stock of human capital". 
Compared to S, NC seems to have more human capital especially about their education, and they 
state the impact of their education on post-retirement. Officers both mention experiences and 
education as a human capital impacting on finding a new job after retirement from the military. Based 
on the findings, we can briefly state that the participants’ reasons for retirement and returning work 
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are affected by their position in the military. Officers in this study stated that they did not search for a 
job after retirement. On the contrary, their friends invited them for a job and gave an offer working 
together. However, all specialists in this study had financial difficulties after retirement and they had 
to search for a job by lonely after retirement. They did whatever they found as a job. 
Table 4. Social and Human Capital Effects 
P’s  Main Reason  Social Capital Elements Human Capital  Present job  
P1 
NC 
Planned – 
Social 
(routine) 
Spouse, Parenting, Friends 
Adaptation to a new society 
Desire to become social 
Desire to beneficial to society 
(Bonds, bridges, and linkages) 
Education on business 
and accounting 
Military Experience 
 
Real estate 
counselor  
P2  
S 
Unplanned- 
Financial  
Parenting, Spouse (Bonds) Vocational education 
Experience as a 
maintenance person in 
the military 
Worker in 
construction  
P3 
NC 
In time- Social 
(family)  
Parenting, Spouse 
Family Dependents 
(Bonds and bridges) 
Vocational education  
Experience as the same 
field works in the military 
IT company  
P4 
NC 
In time- Social 
(stress)  
Parenting, Spouse 
Friends (Bonds and Bridges) 
Vocational education  
Experience as the same 
field works in the military 
Aviation 
company  
P5  
O 
In time-Social 
(pressure- 
self-
enhancement) 
Parenting, Spouse, Friends 
Social reasons for society 
(Bonds, bridges, and linkages) 
Education-Engineer 
Foreign Language skills 
 
Instructor  
P6  
S 
Unplanned- 
Financial  
Not clearly stated Not related qualifications Employer- 
Employee  
P7  
O 
In time-Social 
(family)  
Parenting, Spouse, Friends 
Social reasons for society 
(Bonds, bridges, and linkages) 
Management skills 
Experiences in military 
Insurance 
Company  
P8 
NC 
In time-Social 
(same job)  
Parenting 
Spouse-Working 
Friends (Bonds and bridges) 
English Language 
education and 
experiences in the 
military (directorship) 
Instructor- 
Manager  
P9  
S 
Unplanned- 
Financial  
Parenting, Spouse, (Bonds) 
 
Military Experiences  Security 
Guard  
P10 
O 
Unplanned- 
Financial  
Spouses-Retired, Parenting 
Father role, Social pressure from 
society,(Bonds, bridges, and 
linkages) 
Military Experiences  Manager in 
Elec.com.  
 
All participants were asked if they had any social factors on their post-retirement employment. 
Based on the demographics questions such as; age, marital status, having working/not working 
spouse, all participants are married. However, just two of all had working spouses while one of all 
participants has retired spouse. The places of a working spouse as a theme in this research are not 
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evaluated because they did not mention it as a reason for their returning to work. In one case, one of 
all participants mentioned that his age is too early to stop working. Participants not experiencing 
financial difficulties are searching for new roles in a new society. They desire to belong to a group or 
society. To be in society gives individuals some responsibilities to be accepted by others. Similarly, one 
officer participant mentioned and put differences between working and not working individuals. He 
narrated this difference with his example. He mentioned that working status in society takes respectful 
reactions from society members. 
6. Discussion and Conclusion 
6.1 Evaluation of findings and theoretical implications 
Present work provides an overall look and a number of findings related to the reasons for 
retirement, post-retirement employment, and the effect of human and social capital on return to work 
for Turkish military veterans. The leading themes emerged as the main reasons for retirement are; 
retirement law effects, financial needs (urgent satisfaction), and need for belonging to a 
society/group/place. The findings support the idea of Gallagher (2006) and Neal (2015) stating that 
both organizational and individual factors are influential in the retirement process.  
When delving into details, it is apparent that participants’ demographic characteristics such as; 
education level, family factors, marital status, and dependent care status, spouse's working status are 
important for reasons of retirement. These findings are congruent with the literature (Neal, 2015; 
Williams et. al, 2018). Although the findings obtain support from previous literature, there is a number 
of divergent findings. For example, in the literature of post-retirement employment, most of the studies 
are focused on participants whose ages are generally above 65 (Ogums, 2012; Gonzales & Nowell, 
2017; Fasbender et al., 2017), contrarily, in this particular study, the participants are all relatively 
younger. When compared to the civilian workforce, the age of retirement is young for military staff; 
they may retire at almost the age of 45s, either voluntarily or to be forced. So, different from the 
literature this study provides insights in terms of focusing on younger-aged retirement and post-
retirement employment. Another contribution may be related to the career job positions of the 
retirees.Related literature  focuses on retirees mostly did not consider their positions in their pre-
retirement occupations. Our findings reveal that previous career job positions within the organization 
(ranking, position within the hierarchy in the organization) may be seen as one of the fundamental 
issues for post-retirement employment. For our study context, it is shown that participants' position 
in the hierarchy is an important factor in the post-retirement employment and career. 
Additionally, individual attributes such as; values, personality, skills, age stereotypes at work are 
also shaping participants’ reasons for retirement. These findings are consistent with Wang and Shultz 
(2010) stating the impact of these and more factors on the retirement process. Furthermore, based on 
our empirical evidence, we can state that the intensity of these factors changes across the different 
types of military staff. Thus, characteristics of the military job influence post-retirement reasons for 
military personnel. We also noticed that expectations from retirement influence their post-retirement 
experiences, military staff holding more realistic expectations have a better adjustment to a post-
retirement job. We confirmed that retirement from the military is often motivated not only by economic 
considerations (McNeil & Giffen, 1967) but also by some social and psychological needs (Spiegel & 
Shultz, 2003).  
Financial factors are the most important motivators of military retirees for a new job according to 
the participants. Gallagher (2006) indicated that participants in his study faced a variety of reasons for 
returning to work or barriers to retirement such as financial issues and some social motivators. Some 
participants did not prepare themselves for retirement during their active career years. Their spend 
habits prevented them from saving enough for inactive years, retirement. Or, they did earn just enough 
money for the expenditure of family dependents and so they couldn't find any chance to save enough 
money for the future. On this issue, Ogums (2010) also stated in his study that spending habits which 
prevent savings during the accumulation years. As a result, they work longer to compensate for 
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inadequate savings for their respective future and family needs. According to Maslow (1943), these 
findings are also meaningful. He stated that human has potentially physiological needs which should 
be urgently satisfied at first step such as food, water, shelter and so forth. After that, another step such 
as safety needs can be recognized or thinkable for humans. Participants in this study who talked about 
financial reasons for their returning to work are thoroughly in trouble in terms of monetary issues. 
Another theme put forwarded by participants in the social motivators. Again, the basic needs of 
human-directed them to employment after retirement. After satisfying physiological needs, social 
needs start to surface respectively. Safety, self-esteem, love, and self-actualization follow in Human 
Motivation Theory (Maslow, 1943). 
Participants who did not mention financial factors as returning to work are motivated by social 
reasons. Venneberg (2005) purported also social findings from his study. In his study, feeling more to 
contribute, having a working spouse, missing to work socially, an identity that is tied to still working, 
and wish to stay engaged, do something new are major findings playing major roles for post-
retirement employment. These findings are consistent with our findings such as pass on experiences 
to others, social pressures from society, being useful to society, desire to learn new things. In the 
meantime, participants in this study stated some different factors motivating them to work again. One 
participant indicated his father's role as affecting him. His son sees him as a working father and this 
affected him to return. Also, some participants show a continuity role for their returning to work. 
Maintaining continuity is critical for retirees to sustain psychological wellbeing. Further, retirement 
should be seen as a new life-style similar to other life stages, not stress creating factor (Wang, 2007). 
The theory of continuity is based on the principle that middle-aged and older adults tend to preserve 
their internal and external structures (in this study as father role or society role) while making choices 
about themselves and their environment. They prefer to shape themselves and their social 
environment by using their past life experiences. These findings are consistent with the literature.  
When we come to the concept of human capital, we observed that all participants retired from the 
military reflect a strictly framed society. Furthermore, findings also point out that human capital 
emerges as an antecedent of employment after retirement. However, their positions were differed 
based on their education level. Status in military personnel ranged from high to low as officers, non-
commissioned officers, and specialist sergeants. While officers are generally at higher status with 
managing roles, non-commissioned officers are at the middle level of management. Specialist 
sergeants are at the bottom hierarchy in the military. Their education levels reflect this hierarchy and 
their roles in military affect experiences which will also affect their civilian role in society. Naturally, 
education level is a determinant factor for each individual and increase in possibilities of finding any 
role in society easily. Moreover, when reasons for retirement and reason for post-employment are 
compared, it is evident that there is an association among statements. The ones attributing retirement 
as forced and law obligation stressed more on the need for money. Regarding family dependents 
theme, contradictory findings existed in literature. In this work, the participant (P3) stated the 
importance of family dependents and attributed that his retirement was a volunteer. This finding is 
consistent with Shultz et al. (1998). However, Wang and Shi (2014:224) pointed out that such retired 
individuals are “perceived as being forced”. Such contradictions might easily be explained to different 
perceptions of the individuals, as also Shultz et al (1998) did. However, we also would like to underline 
the importance of contextual and occupational differences and to suggest for investigation in future 
studies. For another participant who planned the retirement and attributed to his reason as seek for 
excitement, the reason for post-employment was about social and self-actualization needs rather than 
monetary issues (P1). We can state that participants’ reasons for retirement and post-employment are 
consistent.  
Social reasons are also presented; findings on social reasons affecting the decision on returning to 
work vary for each participant. While one gives desiring to be useful to society as a social reason, the 
other gives former colleagues’ effectiveness on his decision on working again. However, reasons 
repeated more than once are related to searching for a new social network or environment. Belonging 
to society is a major and strong motivator for them in their post-retirement employment. Being 
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beneficial for society, according to literature is one of the fundamental antecedents of post-retirement 
employment (Lockenhoff et al., 2009). This finding is appropriate for our participants but only for NCs 
and Os. Special sergeants’ reasons for return to work are more related to family and financial issues. 
However, since sergeants within our study did not want to retire but instead they are forced, so they 
preferred to continue even the context was too stressful, that contradict the literature which states that 
stressful pre-retirement job may lead the individual towards early retirement (Wang and Shi, 2014).  
Besides, having a working spouse and parenting are additional factors that can also come together 
under social capital formation. So, working spouses may allow extension of a social network of the 
individual in terms of it may increase the referral opportunities (Gonzales & Nowell, 2016). Parenting, 
in the same way, increases the social network. Social reasons given by participants in this study are 
correlated with both Maslow (1943) and Atchley (1989). As human needs are satisfied, another need 
especially social one comes out. Using previous experiences and re-shaping them, participants reflect 
a continuity role in society whatever their positions or occupations. 
Being nearly at middle-ages, having family dependents, and ongoing needs are some causes 
deterring militaries to quit the job without pension. Another predicament can be said that there are 
few job opportunities in the civil sector similar to the military work concept. Theoretically, military 
retirees are having experiences very differently after retirement. Similar to other countries, so much 
strict environment exists in a military context in this study. There are few job-fields in the civil sector 
similar to the military work atmosphere. Some of our participants have also mentioned this use for the 
post-retirement process. After retirement, it is unsurprising that military society can live hard times 
on adaptation to civil life and on finding a new job opportunity based on their hierarchy in the military. 
Figure 1 summarizes all findings and their match with the theoretical framework used in this study.  
Figure 1. A summary of reasons for retirement and reasons for returning work across the framework. 
 
To conclude, participants' reasons for retirement are not as varying as provided in the literature, 
human capital is more effective in their post-retirement process than social capital. Human motivation 
theory finds a strong place in participants' responses as their reasons for retirement and the new job. 
This shows explicitly that human needs and satisfaction are endless. Unlike animals motivated by the 
simple/basic needs such as finding food, people in common society never halt to search new desire 
Journal of Research in Emerging Markets, 2020, 2(1). 75 
 
and put new goals to the front and also as urgent physiological needs are satisfied, new needs come 
out and the individual goes on the next step (Maslow, 1943). 
6.2 Practical implications 
Human resources still receive the utmost attention from contemporary organizations since they 
are important and hard to substitute. The present study offers some useful implications for managers. 
First, military organizations may focus on and generate some procedures in terms of contributing to 
the physiological readiness of the retirees and their transition to civil life. Also, in general, the 
organizations that retirees participate in their post-retirement career should consider the adjustment 
of military retirees through the application of such human resource practices. Second, military 
organizations also gather information from retirees related to their professional experience and may 
find a kind of mechanism for allowing them to contribute. Additionally, in a post-retirement career, 
human resources and organizational psychologists should pay attention, especially to early-retired 
military personnel, since they are forced for retirement.  
6.3 Limitations and suggestions for future research 
One of the limitations of this study might be the number of participants since the data is collected 
from only ten participants that may restrict the findings. Conducting only interviews as a data 
collection tool may also be attributed as a limitation. The sampling technique, researchers’ experiences 
in conducting interviews might also be perceived as a limitation. Additionally, the research related to 
post-retirement employment is still a developing field (Bal et al., 2015). The findings are limited to this 
context and are not aiming to make generalizations. Furthermore, the collected data is limited to only 
three different statuses in military personnel, for different status the provided reasons might be 
different. When findings are replicated with different samples, more grounded empirical realities may 
emerge about the military sector. 
For future studies, the following suggestions may be provided. First of all, there are no researches 
related to the impacts of actors/retirees on the process yet. However, take the change agent role, might 
be effective on how might be the influence of retirees on the process. Especially, the social network of 
the retirees is suggested to be analyzed in order to understand through which ties their post-retirement 
employment has occurred. Similarly, analyzing their social network will also be helpful to understand 
for determining dimensions of their social capital. Other suggestive research questions might be 
related to the transition period through which longitudinal studies can be applied for evaluating pre 
and post-retirement experiences of the individuals. Besides, using multiple research methods is also 
suggested. Through more data, this kind of works about military staff may find practical implications 
for policymakers. Some formal military programs can be established to increase awareness of military 
staff concerning retirement and support them for the transition process. Some special programs are 
specifically necessary for specialist sergeants since they seem to be more vulnerable in this transition 
stage, for the particular context. To sum up, this study contributes to literature providing empirical 
evidence about reasons for retirement and post-employment along with the impact of social and 
human capital on this process for the military sector. 
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